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1. Introduction 
According to Achmadi (2020); Basri (2020) & 
Bahdin (2020) Human resource is a very 
important thing in companies and organizations 
because the success and effectiveness of an 
organization or company is very dependent on 
the quality of human resources owned by the 
organization. Human resources are often the 
determinants of the existence of the company 
they shelter in, so companies should no longer 
view human resources as a burden, but as an 
organizational asset. According to Cahyono 
(2020); Pramono (2020) & Kadiyono (2020) state 
that human resources have a very vital role in 
every company, so that the achievement of a 
company goal is very dependent on its own 
human resources. Without human resources in a 
company, the company's activities will not run. 
According to Nelvitia (2020); Sartika (2020) & 
Vizano (2020) The concept of Organizational 
Citizenship Behavior in the field of organizational 
behavior has emerged since two decades ago 
and until now Organizational Citizenship Behavior 
continues to develop.Like other companies, in 
service providers, Organizational Citizenship 
Behavior is very much needed. Companies 
whose operations are highly dependent on 
human resources, from the process of selling 
products to serving consumers, need an 
Organizational Citizenship Behavior to carry out 
all of their operational activities. This is because it 
is not enough for human resources in the 
company to only carry out their respective duties 
without having extra role behavior, especially 
when the office is crowded and a number of tasks 
cannot be done properly by the teacher. 
According to Nico (2020) & Yunita (2020); 
Purwanto (2020) & Ardi (2020) Organizational 
Citizenship Behavior is a deep contribution that 
exceeds the demands of roles in the workplace 
and earns awards from companies based on the 
tasks that have been carried out. Organizational 
Citizenship Behavior is the key to the success of 
an organization, for example, when the 
reciprocity felt by the teacher is not as expected, 
it will have an impact on reducing the teacher's 
intention to carry out extra-role behavior (OCB). 
Teachers who often work overtime can work 
more efficiently in terms of time and energy if 















The purpose of this study was to determine and examine the effect of 
transformational leadership, organizational commitment and job satisfaction on 
organizational citizenship behavior in  supply chain management implemented 
company in  Banten Province. The sample in this study was taken from 220 
managers of supply chain management implemented company  respondents. 
Sampling in this study using the Simple Random Sampling technique. The analysis 
technique used is multiple regression analysis. The results of the analysis and 
testing show that transformational leadership has a positive and significant effect 
on  organizational citizenship behavior, job satisfaction has a positive and 
significant effect on organizational citizenship behavior, organizational commitment 
has a positive and significant effect on organizational citizenship behavior. This 
study has proven that transformational leadership, Organizational commitment and 
job satisfaction influence organizational citizenship behavior in supply chain 
management implemented company. 
Keywords: Transformational leadership, job satisfaction, organizational 
commitment, organizational citizenship behavior 
 




According to Vizano (2020); Sena (2020) & 
Yunita (2020) Social exchange theory is a theory 
that is often used to explain why a teacher is 
willing to show Organizational Citizenship 
Behavior (OCB). This theory is based on two 
assumptions, reciprocity and equity. When a 
teacher experiences a relatively positive influence 
or perception in an organization, he or she will 
return the favor in the most practical and effective 
way, and Organizational Citizenship Behavior 
(OCB) is one of the best ways to demonstrate 
that this proves the ethical environment of an 
organization has influence. the teacher. 
 
According to Purwanto (2020) & Ardi (2020), 
Organizational Citizenship Behavior (OCB) or 
extra-role behavior is behavior in organizations 
that does not directly receive rewards from the 
formal reward system. According to research 
observations, there is a problem, namely the level 
of Organizational Citizenship Behavior (OCB) in 
senior high school can be said to be quite low, 
this was revealed during a short interview and 
direct observation with a number of senior high 
school teachers. The results of interviews from 
several teachers showed that schools really need 
teachers who have more roles outside their work 
so that they can work more effectively in 
achieving organizational goals, but this has not 
been able to be realized because there are still 
employees who take actions that are not in 
accordance with the rules there is like excusing 
yourself at work, chatting with other employees, 
all of which has nothing to do with work. This can 
also be seen from the attitude of employees who 
only do their own duties and responsibilities 
without having the desire to help other 
colleagues, who have more workloads and tend 
to work individually and this can be triggered by 
differences in each individual which includes 
experience. , knowledge, training and awareness 
of the work attitude they have. 
 
 
In ideal conditions, employees should have an 
OCB role by showing voluntary behavior to be 
willing to carry out tasks or other work that are 
outside their own responsibilities and obligations 
in order to achieve organizational goals. 
Therefore, to increase OCB, it is necessary to 
have factors that influence it, including 
transformational leadership, job satisfaction and 
organizational commitment. This is because 
organizational citizenship behavior (OCB) plays 
an important role in the reciprocal exchange 
process in organizations, according to; Purwanto 
(2020) & Ardi (2020) state that research on 
Organizational Citizenship Behavior has been 
carried out and several factors have been shown 
to influence Organizational Citizenship Behavior. 
In line with Nico (2020) & Yunita (2020), the 
factors that influence the emergence of 
Organizational Citizenship Behavior are individual 
dispositions and motives, group cohesiveness, 
employee attitudes which include job satisfaction 
and organizational commitment, transformational 
leadership style and organizational justice. 
According to Kartika (2020); Fahmi (2020); 
Jannah (2020) defines transformational 
leadership as a form of leadership where people 
engage with others and create relationships that 
increase motivation and morality in leaders and 
followers. Surbakti (2013) states that the 
interaction between a leader who has a 
transformational leadership style and his 
subordinates is characterized by the size or size 
of the influence the leader exerts on his 
subordinates to change. Leaders who apply this 
type of transformational leadership will tend to 
spur their followers to produce work beyond what 
is expected, namely by changing the vision, 
becoming an example, providing support, and 
stimulating the desire to change for the better. 
Followers have trust, admiration, loyalty, and 
respect for their leader, so they will easily do 
more work than expected. Leaders transform and 
motivate followers using charisma and 
intellectuality. 
According to Yunita (2020); Purwanto (2020) 
& Ardi (2020) state that leaders have direct power 
that is able to have an extraordinary impact on 
followers. Leadership is a process where 
individuals are able to influence and move group 
members in achieving common goals, so that the 
leadership style of managers will greatly 
determine how teachers behave. 
Transformational leadership as described by 
Asbari (2020) is a leadership style that 
emphasizes the process by which people engage 
with others and create relationships that increase 
motivation in both the leader and the followers. 
Leaders who use a transformational leadership 
style tend to pay more attention to their followers. 
In addition to the type of leadership, several 
studies also show that job satisfaction has a 
positive and significant influence on 
Organizational Citizenship Behavior, so it is 
considered very important for organizations to 
pay attention to the job satisfaction of their 
members. Job satisfaction is a person's 
emotional response to work situations and 
conditions in the form of dissatisfaction. or a 
sense of satisfaction 
According to Ardi (2020), job satisfaction is 
the difference between what is obtained and what 
should be obtained. The less difference is 
obtained, it can be said that the individual is 
satisfied with his job. According to Nugroho 
(2020); Nico (2020) & Yunita (2020); state a 
number of dimensions of job satisfaction are 
satisfaction with colleagues, satisfaction with 
management, compensation has a major 
contribution to job satisfaction felt by teachers. 
Organizational Citizenship Behavior improvement 
depends on the job satisfaction felt by the 
teacher, if the teacher has good job satisfaction it 
will have an effect on their performance in the 
organization. Swaminathan (2013) argues that 
employee OCB is influenced by increased job 
satisfaction, which will have a positive effect on 
the achievement of company goals. Job 
satisfaction is something that cannot be 
measured only from physical observation. Job 
satisfaction can only be concluded if workers 
directly express their satisfaction with the work 
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they are doing, someone who is satisfied with 
their work will tend to have a positive attitude 
towards the organization where they work. 
Another factor that triggers Organizational 
Citizenship Behavior is organizational 
commitment. According to Fahmi (2020), 
organizational commitment is a term used to 
describe the readiness of a teacher to accept 
organizational goals and face work. Sena (2020), 
said the factors that encourage organizational 
citizenship behavior of employees are influenced 
by several motives, namely commitment to 
organizations where there is a desire to 
participate well in the organization and be proud 
to be part of the organization. The standards 
applied by the organization, organizational 
principles, ethics and organizational values to 
remain within the scope of the 
organization.Commitment is said to be one of the 
factors that can contribute to the efficiency of the 
organization itself. According to Achmadi (2020); 
Basri (2020) states that organizational 
commitment refers to organizational principles, 
organizational standards, accepting and realizing 
organizational goals, organizational ethics and 
organizational values to remain in the 
organization in all situations and the readiness of 
teachers to work hard. According to Achmadi 
(2020); Basri (2020); Bahdin (2020); Bernarto 
(2020); Cahyono (2020); Pramono (2020) says 
that organizational commitment is a condition in 
which a teacher defends an organization and has 
the goal of maintaining its membership in the 
organization. 
According to Nelvitia (2020); Sartika (2020) 
said that teachers who have a high commitment 
to the organization can better identify the goals 
and objectives of the organization and remain in 
the organization. According to Achmadi (2020); 
Basri (2020); Bahdin (2020) defines that 
organizational commitment is the attitude of 
teachers or organizational strength in binding 
teachers to remain in the organization. Adiapsari 
(2012) stated that the willingness to work hard to 
achieve organizational goals and having a strong 
desire to work and remain in the institution where 
he works shows that the teacher has 
organizational commitment. According to 
Kadiyono (2020); Kartika (2020) states that 
organizational commitment can be seen from a 
number of factors, namely the desire to remain in 
the organization, the willingness to achieve 
organizational goals, trust and acceptance of the 
organization. According to Achmadi (2020) & Ardi 
(2020), organizational commitment is an attitude 
of teachers that reflects their feelings towards the 
organization they take shelter in. 
Based on the results of preliminary 
observations (observations) on senior high school 
teachers, it was found that there was a lack of 
initiative when providing services to students. The 
teacher's lack of responsiveness in responding to 
student requests. Leaders have not been able to 
coordinate thoroughly about the change plans 
that will be carried out due to the lack of 
understanding of the teacher, so that the change 
process will be slightly hampered. Based on this 
background, this study will examine 
transformational leadership, job satisfaction. , 
organizational commitment, and organizational 
citizenship behavior (OCB) in senior high school 
The purpose of this study 1) to examine the 
effect of transformational leadership on 
organizational citizenship behavior (OCB) in 
senior high schools, 2) to examine the effect of 
job satisfaction on organizational citizenship 
behavior (OCB) in senior high school, and 3) to 
examine the effect of commitment. Organizational 
Citizenship Behavior (OCB) in senior high school. 
The benefits of this study are expected to be 
used as reference material in matters related to 
Organizational Citizenship Behavior (OCB) 
learning, and can be used as a contribution to 
efforts to improve Organizational Citizenship 
Behavior ( OCB) in each company by knowing 
the factors that can influence the emergence of 
extra role behavior. A number of studies have 
been conducted to determine the effect of 
transformational leadership on organizational 
citizenship behavior.  
 
 
The results of Asbari's (2020) study show that 
transformational leadership has a positive effect 
on organizational citizenship behavior that is 
owned by teachers. the application of high 
transformational leadership, the level of 
Organizational Citizenship Behavior will also 
increase (Rahmi, 2013).Based on a number of 
studies above, the following hypothesis can be 
formulated: 
H1: Transformational leadership has a 
positive and significant effect on Organizational 
Citizenship Behavior. 
 
Some studies have been conducted to 
determine the effect of teacher job satisfaction on 
Organizational Citizenship Behavior (OCB). 
Results of research conducted by Bahdin (2020); 
Bernarto (2020) states that job satisfaction is 
positively and significantly correlated with 
organizational citizenship behavior. According to 
Pramono (2020); Kadiyono (2020); Kartika 
(2020); Fahmi (2020); Jannah (2020); Nelvitia 
(2020); Sartika (2020) ); Vizano (2020); Sena 
(2020) that job satisfaction has a positive effect 
on organizational citizenship behavior. Research 
conducted by Sartika (2020); Vizano (2020); 
Sena (2020) et al. (2011) found that satisfaction 
work has a significant positive impact on 
organizational citizenship behavior. According to 
Vizano (2020); Sena (2020) proves that there is a 
significant positive effect of job satisfaction on 
Organizational Citizenship Behavior (OCB) in 
middle school teachers. According to Vizano 
(2020); Sena (2020) stated that job satisfaction 
can not only affect the Organizational Citizenship 
Behavior, it can also be influenced by the 
Organizational Citizenship Behavior itself. 
According to Sena (2020), get the same results, 
that job satisfaction has a positive and significant 
effect on Organizational Citizenship Behavior. 
The higher the job satisfaction, the higher the 
level of Organizational Citizenship Behavior in the 
teacher.  Based on this, the following hypothesis 
can be formulated: 
H2: Job satisfaction has a significant positive 
effect on the Organizational Citizenship Behavior  




Research conducted to examine the effect of 
organizational commitment on Organizational 
Citizenship Behavior (OCB) shows that 
organizational commitment has a significant 
effect on Organizational Citizenship Behavior 
(OCB). According to Bahdin (2020); Bernarto 
(2020); Sena (2020) tested the effect of 
organizational commitment on Organizational 
Citizenship Behavior (OCB) and found that 
organizational commitment has a significant 
positive effect on Organizational Citizenship 
Behavior (OCB) 
 
According to Fahmi (2020); Jannah (2020); 
Nelvitia (2020); Sartika (2020); Vizano (2020); 
Sena (2020) obtained results that affirmative 
commitment and normative commitment have a 
positive effect on Organizational Citizenship 
Behavior, while continuance commitment has no 
effect on Organizational Citizenship Behavior, the 
result is that the overall form of commitment 
affects Organizational Citizenship Behavior 
significantly. Other research conducted by Sartika 
(2020); Vizano (2020); Sena (2020) show that 
organizational commitment has a significant 
positive effect on Organizational Citizenship 
Behavior. The same thing is also shown from the 
results of research by Vizano (2020); Sena 
(2020) who get the results that organizational 
commitment has a positive effect on 
organizational citizenship behavior. Based on 
this, the following hypothesis can be formulated: 
H3: Organizational commitment has a positive 





The research method used is quantitative 
research methods, namely research using 
positivism philosophy with the type of causality 
because this study aims to determine the effect of 
independent variables consisting of 
transformational leadership, job satisfaction and 
commitment.organizational citizenship behavior 
to the dependent variable(OCB). This quantitative 
analysis is similar conducted by Achmadi (2020); 
Basri (2020); Bahdin (2020); Bernarto (2020); 
Cahyono (2020); Pramono (2020); Kadiyono 
(2020); Kartika (2020); Fahmi (2020); Jannah 
(2020); Nelvitia (2020); Sartika (2020); Vizano 
(2020); Sena (2020); Nugroho (2020); Nugroho 
(2020); Nico (2020) & Yunita (2020); Purwanto 
(2020) & Ardi (2020) 
 
The dependent variable used in this study is 
organizational citizenship behavior (OCB) or 
extra-role behavior, which is individual behavior 
that is not listed in formal job requirements but is 
voluntarily carried out by managers of supply 
chain management implemented company and is 
able to increase organizational effectiveness 
(Organ, 1995). The indicator used to measure the 
level of organizational citizenship behavior of 
teachers which refers to (Allison, 2001) is 1) 
Altruism, the willingness to help colleagues in 
completing their work in unusual situations, 2) 
Courtesy, behavior helps prevent problems 
related to work, 3) Sportsmanship, the 
productivity of a worker in tolerating less than 
ideal situations at work, 4) Conscientiousness, 
carrying out tasks and responsibilities more than 
expected, 5) Civic Virtue, workers' support for 
administrative functions in the organization. 
The independent variables used are 
transformational leadership (X1), job satisfaction 
(X2) and organizational commitment (X3). 
Transformational leadership (X1) is a type of 
leadership that emphasizes interactions that 
result in increased motivation and morality in 
leaders and followers and changes in emotions, 
values, ethics, standards and goals of each 
leader and follower (Northouse, 2013: 176 ). The 
indicators used to measure transformational 
leadership referring to Tschannen-Moran (2003) 
are, 1) Idealized influence, belief a strong self in 
delivering the goals of a transformational 
leader.2) Inspirational motivation, the efforts of 
transformational leaders to inspire their followers 
to reach unimaginable possibilities. 3) Intellectual 
stimulation, the efforts of transformational leaders 
to invite teachers to see new perspectives. 4) 
Individualized consideration, the behavior of a 
transformational leader, in which he thinks, 
reflects on and identifies the needs his teachers 
need. 
Job satisfaction (X2) is a person's emotional 
attitude regarding their job performance. Attitudes 
like this can be positive or negative (Hasibuan, 
2007) and (Taskina, 2009). The indicators used 
to measure teacher job satisfaction are, 1) Work 
It Self, teachers tend to prefer jobs that provide 
opportunities to use freedom, skills and abilities 
as well as feedback. 2) Supervisor, supervision 
has an important role in an organization because 
it relates to employees directly and influences 
their work. 3) Workers, for most employees, work 
is a way to meet the needs of social interaction. 
4) Promotion, when promoted, employees 
generally face an increase in demands for 
responsibility, ability and expertise. 5) Pay, the 
teacher wants a wage system that is perceived in 
accordance with his expectations, fair and not in 
doubt. 
Organizational commitment (X3) is a 
psychological attachment felt by teachers to the 
organization they belong to. (Robbins, 2008: 
101). The indicators used to measure the 
organizational commitment of teachers which 
refer to (Meyer and Allen, in Cotzee, 2005) are, 
1) Affective commitment, a person's emotional 
involvement to their organization in the form of 
feelings of love for the organization. 2) 
Continuance commitment, a person's perception 
based on the risks and costs of leaving the 
organization at this time. 3) Normative 
commitment, a moral dimension based on 
responsibility and a feeling of obligation to the 
employing organization. 
 
The data in this study use primary and 
secondary data. Primary data in this study were 
obtained directly from the teacher, in the form of 
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a questionnaire that had been filled in by the 
teachers. Secondary data in this study is in the 
form of data in the amount of 2016. The 
population of this study were all 220 managers of 
supply chain management implemented company 
teachers. In this study, the sampling technique 
used was saturated sampling technique, because 
the sample under study was the entire 
population. Given the number of respondents as 
a sample of 220 people, so it is feasible to take 
the whole of them as respondents. 
Data collection methods used in this research 
are 1) observation methods, namely data 
collection by direct observation of the object 
under study, 2) interviews, namely data collection 
through direct interviews with respondents and 
using a list of questions to obtain information 
related to research 3) questionnaires , namely a 
list of questions asked of respondents to be filled 
in according to perception respondents regarding, 
job satisfaction, organizational commitment and 
organizational citizenship behavior (OCB). The 
questionnaire in this study uses a Likert scale in 
its measurement. The analysis technique in this 
study uses multiple regression, this analysis 
technique is used to produce direct conclusions 
about the effect of each independent variable 
consisting of transformational leadership, job 
satisfaction and organizational commitment to the 
dependent variable, namely organizational 
citizenship behavior (OCB), both partially. as well 
as together. The regression model used is. 
Y = α + β1X1 + β2X2 + β3X3 + ε (1) 
 
Information : 
Y = Organizational Citizenship Behavior (OCB) 
X1 = Transformational Leadership 
X2 = Job Satisfaction 
X3 = Organizational Commitment 
α = Constant 
β1 = Transformational leadership regression 
coefficient 
β2 = Job satisfaction regression coefficient 
β3 = Organizational commitment regression 
coefficient 
ε = error 
 
3. Result and Discussion 
 
This study was conducted to determine the 
effect of transformational leadership, job 
satisfaction, and organizational commitment on 
organizational citizenship behavior. The data 
collection technique is done through a 








Model Coefficients Coefficients  t Sig. 
B Std.Error Beta 
(Constant) 2.449 1.484  1.732 .059 
Transformational .401 .163 .318 3.022 .005 
 Leadership      
 Job Satisfaction .233 .110 .227 2.370 .002 
 Organizational Commitment .570 .156 .396 3.076 .005 
 R     0,874 
 R Square     0,781 
 F Statistix     25,437 
 Significant     0,000 
 
 
Based on the results of multiple linear 
regression analysis as presented in Table 1. the 
structural equation is as follows: 
 
Y = 2.449+ 0.401X1 + 0.233 X2 + 0.570 X3 + e 
 
The total coefficient of determination of 0.781 
means that 78.1% of the variation in 
Organizational Citizenship Behavior is influenced 
by variations in Transformational Leadership, Job 
Satisfaction and Organizational Commitment, 
while the remaining 21.9% is explained by other 
factors not included in the model. 
 








Based on Table 2. it can be seen that the 
Kolmogorov Sminarnov value (K- 
S) of 0.345, while the value of Asymp. Sig. (2-
tailed) of 1,000. These results indicate that the 
regression equation model is normally distributed 




because of the Asymp value. Sig. (2-tailed) 0.345 
is greater than an alpha value of 0.05. 
 
 
Table 3. Multicollinearity Test Results 
Variable Tolerance VIF 
Transformational Leadership (X1) 0,509 1,659 
Job Satisfaction (X2) 0,637 1,458 
Organizasional Commitment (X3) 0,694 1,514 
   
Based on Table 3, it can be seen that the 
tolerance and VIF values of all variables indicate 
that the tolerance value for each variable is 
greater than 10% and the VIF value is less than 
10, which means that the regression equation 
model is free from multicollinearity. 
 
 
Table 4.Heteroskedastisitas Test Result 
 
Model Unstandardized Standardized 
 Coefficients Coefficients  
 B Std. Error Beta  t Sig. 
(Constant) -
2.984 



















Organizational Commitmnet .075 .092  .121 .671 .524 
       
 
In Table 4. it can be seen that the Sig. from 
the variables of Transformational Leadership, Job 
Satisfaction, and Organizational Commitment, 





greater than 0.05, which means that there is 
no influence between the independent variables 
on absolute residuals. Thus, the model made 
does not contain heteroscedasticity symptoms. 
    
  Table 5. 
Annova Test 
 
   
Model Sum of 
Squares 
Df Mean Square F Sig. 
1 Regression 190.514 3 63.541 25.437 .000a 
Residual 74.810 30 2.439   
Total 265.324 33    
 
The ANOVA test results table above shows 
that the dk between groups (comparison) = 3, dk 
in the group (denominator) = 33, at alpha = 0.05, 
the F table value is 0.05 (3.33) = 2.89. Medium F 
count = 25.473. Value of Fcount> Ftable, 
25.473> 2.89, with a sig. 0.000 <0.05. Then H0 is 
rejected at the 0.05 level (H1 is accepted). In 
conclusion, the tested group has a significant 
difference (significant). 
 
Based on the results of hypothesis testing, the 
effect of Transformational Leadership on 
Organizational Citizenship Behavior obtained a 
Sig.t value of 0.005 with a beta coefficient value 
of 0.410. The Sig.t value of 0.005 <0.05 indicates 
that 
H0 is rejected and H1 is accepted. The results 
of this study prove that there is a positive and 
significant influence between transformational 
leadership on extra-role behavior (OCB) in 
teachers. organizational citizenship behavior 
(OCB). 
According to Achmadi (2020); Basri (2020) 
and Bahdin (2020) transformational leadership 
has a positive and significant effect on 
organizational citizenship behavior., The results 
of this study are in line with research conducted 
by Bernarto (2020); Cahyono (2020); Pramono 
(2020); Kadiyono (2020) and Kartika (2020) that 
transformational leadership has a positive and 
significant effect on organizational citizenship 
behavior, according to Nugroho (2020); Nico 
(2020) & Yunita (2020); Purwanto (2020) & Ardi 
(2020) states that transactional leadership has a 
positive and significant effect on organizational 
citizenship behavior. The results of this study are 
in line with research conducted by Nugroho 
(2020); Nugroho (2020); Nico (2020) & Yunita 
(2020); Purwanto (2020) & Ardi (2020) stated that 
transformational leadership has a positive and 
significant effect on organizational citizenship 
behavior. According to Sena (2020); Nugroho 
(2020); Nugroho (2020); Nico (2020) & Yunita 
(2020); Purwanto (2020) & Ardi (2020) states that 
transfromational and transactional leadership has 
a positive and significant effect on organizational 
citizenship behavior. The results of this study are 
in line with research conducted by Cahyono 
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(2020); Pramono (2020); Kadiyono (2020); 
Kartika (2020); Fahmi (2020); Jannah (2020) 
states that transformational and transactional 
leadership has a positive and significant effect on 
organizational citizenship behavior. 
These results indicate that conveying the 
organization's vision and mission clearly, inspiring 
subordinates, stimulating subordinates' creativity 
and being able to train subordinates will improve 
teacher OCB behavior. Increased OCB behavior 
is characterized by increased behavior to help 
colleagues voluntarily, obeying Senior high 
school regulations, not providing issues that can 
bring down other teachers, helping to alleviate 
problems faced by fellow teachers and supporting 
organizational functions in a professional manner. 
OCB behavior of teachers can be improved by 
increasing the intensity of the application of 
transformational leadership. The results of this 
study show that theoretically, the highest 
indicator lies in the inspiration motivation 
indicator, while practically the highest indicator 
lies in idealized influence. This shows that 
although theoretically the inspiration from the 
leadership in carrying out work, practically the 
delivery of the vision and mission of the 
leadership can increase morale, so that the better 
the delivery of the vision and mission from the 
leadership, the higher the optimism of the teacher 
in completing the work. 
 
Based on the analysis of the effect of Job 
Satisfaction on Organizational Citizenship 
Behavior, the Sig.t value is 0.002 with a beta 
coefficient value of 0.233. The Sig.t value of 
0.028 <0.05 indicates that H0 is rejected and H1 
is accepted. The results of this study prove that 
there is a positive and significant influence 
between job satisfaction and extra-role behavior 
(OCB) in teachers. According to Cahyono (2020); 
Pramono (2020); Kadiyono (2020); Kartika 
(2020); Fahmi (2020); Jannah (2020); Nelvitia 
(2020); Sartika (2020); Vizano (2020); Sena 
(2020); Nugroho (2020) job satisfaction has a 
positive and significant effect on organizational 
citizenship behavior, the results of this study are 
in line with Sartika (2020); Vizano (2020); Sena 
(2020); Nugroho (2020); Nugroho (2020); Nico 
(2020) & Yunita (2020) which state that job 
satisfaction has a positive and significant effect 
on organizational citizenship behavior 
 
Based on the results of the analysis of the 
effect of Organizational Commitment on 
Organizational Citizenship Behavior, the Sig.t 
value is 0.005 with a beta coefficient value of 
0.507. The Sig.t value of 0.005 <0.05 indicates 
that H0 is rejected and H1 is accepted. The 
results of this study prove that there is a positive 
and significant influence between organizational 
commitment to extra-role behavior (OCB) in 
teachers. According to Bahdin (2020); Bernarto 
(2020); Cahyono (2020); Pramono (2020); 
Kadiyono (2020); Kartika (2020); Fahmi (2020); 
Jannah (2020); Nelvitia (2020); Sartika (2020); 
Vizano (2020); Sena (2020) organizational 
commitment has a positive and significant effect 
on organizational citizenship behavior, the results 
of this study are in line with Nelvitia (2020); 
Sartika (2020); Vizano (2020); Sena (2020); 
Nugroho (2020); Nugroho (2020) which states 
that organizational commitment has a positive 
and significant effect on organizational citizenship 
behavior. The results of this study indicate that 
teachers who get job satisfaction will bring out 
their willingness to do work outside the job 
description. The existence of a match between 
wages according to workload, working 
responsibly, doing a good job will be promoted, 
treated well by leaders and enjoying working with 
friends in the work environment will increase 
teacher OCB behavior. Increasing the OCB score 
of teachers can be done by increasing their job 
satisfaction. The results of this study indicate that 
teachers who feel proud of senior high school, 
have concerns if they leave senior high school 
and believe that someone should be loyal to their 
organization. Increased OCB behavior is 
characterized by increased behavior 
characterized by increased behavior to help 
colleagues voluntarily, obeying Senior high 
school regulations, not providing issues that can 
bring down other teachers, helping to alleviate 
problems faced by fellow teachers and supporting 
functions organization in a professional manner. 
Teachers 'OCB behavior can be improved by 
increasing the intensity of implementing 
subordinates' organizational commitment. The 
results of this study indicate that practically and 
theoretically the highest indicator lies in affective 
commitment. So that the higher the sense of 
pride a teacher has towards their Senior high 
school, the higher the organizational commitment 




The results of the analysis show that 
transformational leadership has a positive and 
significant effect on organizational citizenship 
behavior, job satisfaction has a positive and 
significant effect on organizational citizenship 
behavior, organizational commitment has a 
positive and significant effect on organizational 
citizenship behavior, and this study also 
succeeds in proving that transformational 
leadership, job satisfaction, and organizational 
commitment affects organizational citizenship 
behavior in supply chain management 
implemented company.Based on the results of 
research analysis, discussion and conclusions, 
there are several suggestions that can be used 
as consideration in determining future policies, 
especially those related to transformational 
leadership, job satisfaction, organizational 
commitment and organizational citizenship 
behavior, including: practically, to be able to to 
increase OCB, it must pay attention to 
inspirational motivation indicators which are 
indicators of transformational leadership related 
to inspiring subordinates to always be optimistic 
in achieve company goals that can be improved 
by the leadership by communicating expectations 
tall than his subordinates, has a high vision for 
his subordinates, is optimistic and enthusiastic 
and gives encouragement and the meaning of 




what needs to be done. Promotion opportunities 
which are an indicator of job satisfaction related 
to doing a good job, I will be promoted this can be 
done by way of members opportunities for 
employees to be able to develop better creativity 
and innovation to achieve them optimal 
organizational goals and continuance 
commitment, which are indicators of commitment 
Organizational concerns have concerns if leaving 
the company can be improved through employee 
attendance and reduce employee dissatisfaction 
with the organization that will be able to improve 
teacher OCB. on the organizational commitment 
variable. If these indicators can be improved, of 
course it will further increase organizational 
citizenship behavior. Theoretically, to be able to 
increase organizational citizenship behavior, one 
must pay attention to indicators of inspirational 
motivation on transformational leadership 
variables, indicators of promotion opportunities 
on job satisfaction variables and indicators 
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